Maine State Library

Digital Maine
Employment Services Documents

Labor

3-1-1983

A Synthesization of ICDM: A Manual for
Counselor Training
Robert S. Southworth Ed.D
Maine Occupational Information Coordinating Committee
Career Information Delivery System

Follow this and additional works at: https://digitalmaine.com/bes_docs
Recommended Citation
Southworth, Robert S. Ed.D; Maine Occupational Information Coordinating Committee; and Career Information Delivery System, "A
Synthesization of ICDM: A Manual for Counselor Training" (1983). Employment Services Documents. 61.
https://digitalmaine.com/bes_docs/61

This Text is brought to you for free and open access by the Labor at Digital Maine. It has been accepted for inclusion in Employment Services
Documents by an authorized administrator of Digital Maine. For more information, please contact statedocs@maine.gov.

A SYNTHESIZATIO.N:OF ICDM
A
Manual

· R s· orlth andi"Oevelopme·n t~:S'9ries No. A/83
Moi' · Occupat,onal lnfdrf.riaf1on '· Coord1nating Corom·i ttee
tot&hou· ·.· ~ tat'ion #"11~;.. Augusta ~ Maine 04333. ... ·

..

MAR

1 1984

A

MANUAL FOR ADVANCED COUNSELOR TRAINING
SYNTHESIZING ICDM

by

ROBERTS. SOUTHWORTH, ED.D.

March

1983

Prepared for
The Maine Occupational Information
Coordinating Committee
Research and Development Series No. A/83
Station #71 Augusta, Maine 04333

Table of Contents

Introduction - Synthesizing ICDM . . . . . . . . . . . . .

1

Unit 1 - The Role of Labor Market Information in
the Decision Making Process . . . . . .

3

Unit 2 - Labor Market Information: Definitions
• • • • • • 17
and Sources . . . . . . .
Unit 3 - National Documents of Labor Market
Information . . . . . . . . . . . .

. .

. .

.

.

. 30

Unit 4 - State and Local Labor Market Information . . . . . 46
Unit 5 - Labor Market Information: Some Limitations . . . . 56

SYNTHESIZING THE IMPROVED CAREER DECISIO N MAKING MATERIALS
The career decisio n making proces s of Maine' s youth is of
importa nce if they are to find succes s in the world of work.
Yet, too often their career decisio ns are based on faulty
inform ation and an illogic al proces s.

Also, parent s not

educat ors, exert more influen ce on the career decisio n making
process .

Clearl y it is approp riate that parent s be signifi cant

in this aspect of rearing their childre n; but educat ors could
be more influe ntial than they are.

No matter who is of greate r

influen ce, the decisio n making proces s, when based on a narrow
focus and inaccu rate inform ation, too often results in youth
seeking occupa tions that either are not availa ble or may prove
unfulf illing.

By employ ing accura te and broade r based labor

market ~nform ation, young people would be better equipp ed to
conside r their career choice s.
The purpos e of this materi al is to assist you, the educat or,
in the acquis ition of knowle dge and skills , so that you can be
a more valuab le partici pant in that proces s, whethe r direct ly
with youth or aiding parent s to become more compet ent in the
career decisio n making of their childre n.

Moreov er, these

units will illustr ate the variou s ways in which labor market
inform ation can be used to improv e and streng then the career
develop ment and selecti on cf youth.
The materi als in these units repres ent a synthe sis of the
Improve d Career Decisio n Making (ICDM) materi als develop ed by
the Nation al Labor Market Inform ation Trainin g Institu te, North
Texas State Univer sity under contra ct with the U.S. Departm ent
of Labor.

The ICDM Materi als were used in numero us worksh ops
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for counse lors throug hout this countr y.

The Divisio n of Labor

Market Inform ation, Office of Policy , Evalua tion & Resear ch,
Employ ment & Trainin g Admin istratio n, U.S. Depart ment of Labor
sponso red those worksh ops.

The use of the ICDM materi als and

adapta tions for use with other groups has been encour aged by
the sponso ring agency .

Robert S. Southw orth
March 31, 1983
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Unit 1: The Decision Making Process
The decision making process used by the student involves
information about self, i.e. values, interests, abilities, etc.
as well as the consideratio n of information about the labor
market i.e. opportunitie s, supply and demand, education/
training, advancement possibilitie s, etc.

Improvement of the

career decision making process means that educators working
with students must understand the concept of career decision
making and how to effectively apply the theory to actual cases
in question.

Information about the labor market will be

presented in Units 3 and 4.
DECISION MAKING MODELS
There are many models of the career decision making process
and they all provide a frame of reference from which one can
view the steps involved in deciding about one's career.
Understanding the steps can enable an educator to comprehend
the student's thought processes in a beneficial way.

One

factor in this process that is crucial to its success is the
acquisition and application of accurate information regarding
the labor market.
Several of the career development models are presented on ·
the following pages.

One characterist ic these examples of

career development processes have in common is that they can be
adapted to and improved upon at varying steps in the process by
the use of information pertaining to the labor market.

To

illustrate how this adaptation can be achieved, we will review
this process using a commonly accepted career development model
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postulated by Professor David Tiedman, former professor of
education at Harvard University.
Tiedman developed a model of career development which has
been adapted to the following ages to focus on the role of
occupational information in career decision making.

He presents

four stages involved with planning for a career or embarking on
a job search.

In each stage, the educator works with the

student to help the person through a number of steps.
model

This

is outlined below:

Step 1 - Counselor/Client Exploration
Client

Counselor

1. The student expresses a
"problem" about what to
do. i.e. confusion &
indecision.

The educator helps the student
sort out issues related to the
concern--in this case, the need
for career exploration, occupational choice, or job search.

2. The student considers
a variety of alternatives
or options.

The educator focuses discussion
on the student's inter~sts, work
experience, skills, educational
experience, personal background.

3. The student demonstrates
levels of understanding
about self and occupational
area.

The educator interviews, gives
standardized tests and other
assessment procedures.
(Probably
the counselor at this step).

4. The student demonstrates
level of decision making
skill.

The educator assess the student's
level and use of decision making.
(Classroom teachers can be very
effective at this step).

5. The student demonstrates
motivation to explore
options.

The educator seeks to motivate
the client to explore alternatives by using labor market
information to good advantage,
and his or her knowledge of
the world of work.
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Step 2 - Crystalli zation
1. The student identifie s
and organizes alternativ es

The educator provides labor
market informatio n to help
clients explore the alternatives and implicatio ns of each.

2. The student identifie s
patterns related to
making choices among
alternativ es.

The educator helps the client
sort out the informatio n
available .

3. The student assesses
advantage s & disadvant ages
related to the options,
and engages in a process
of valuing & ordering.

The educator continues to help
the student focus on occupational character istics, needs
for training, opportuni ties
for advanceme nt, supply and
demand as well as tradition al
valuing.

Step 3 - Student Choice
1. The student demonstra tes
some degree of uncertain ty.

The counselor supports the
client with discussio n, and
more informatio n if it is
needed.

2. The student makes a
decision.

The counselor ensures that the
client's choice is appropria tely
based on an accurate assessmen t
of occupatio nal alternativ es.

3. The student begins to
formulate a plan of action.

The counselor provides information to guide the client
on job training, education ,
admission s, financial aid,
job search skills.

-

Step 4 - Student Clarifica tion

1. The student has a sense of
a plan.
2. The student's decision is
now fairly well thought out.
3. The student's plan of action
is reasonabl y complete and
Yet, options
well formulate d.
d.
considere
be
can

The educator supports the
student in each of these
steps.

m
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As you can discern from this model, informati on plays an
important role in the decision making process.

It must be

emphasize d that the entire process involves a complex interplay
of the educator' s knowledge , skills, and abilities , and the
student's willingne ss to think learn, analyze, and decide.

In

this process, educators can ensure that the student's exploratio n,
crystalla tion, choice making, and clarifica tion steps are
grounded in informatio n that is accurate, up-to-dat e and
detailed enough to provide the client with a clear notion of
his or her alternativ es and the implicatio ns thereof.

Several

other decision models are presented in HO: 1-1 for discussio n
purposes.
Moreover, as in the case of Tiedmann' s career selection
model presented on the preceedin g pages, the "self-inve ntory"
in H0:1-2 can be adapted to allow labor market informati on to
become a significa nt element in this particula r process by
serving to reinforce the clients' impressio ns about the occupatio ns
listed on the one hand, and to dispel some of the misconcep tions
surroundin g one or all of his/her preferred occupatio ns.
Labor market informatio n that will be presented in the
following units may prove an invaluabl e tool in the career
developme nt process.
It is recommend ed that you return to this unit once you
have finished with Units 2 to 5 to work through, perhaps with
role playing, these examples while referring to the charts and
sources.

You should know which type of Labor Market Informatio n

is pertinent ; be creative and where to obtain it.

HO: 1-1

Vocational Decision-Making Models
Decision conce2ts

Fletcher (1966)

Katz (1963, 1966,
1969a, 1973)

Gelatt (1962)

Kaldor-Zytowski
(1969)

A. Awareness of
decision

Needs satisfaction

Disequilibriummotivated by needs
and anticipation
of societal
pressures

(Statement of)
Purpose or Objective

B. Alternative
actions

Career conceptscomposite of concept
system associated
with a career.

Options

Possible alternatives actions

Occupational
alternatives

Possible outcomes

Outputs

C. Outcomes
C.l Subjective

C.2. Value

D. Com~itment

Affect Charge

,Strength of returnprobabilities that
an option will
satisfy value
dimension. (objective probability
of entry

Subjective probabilities-estimates of
how likely that
certain actions
will lead to
certain outcomes.

Values-goals or
satisfaction
sought

Desirability of
outcomes

Occupational
utility-extent
of obtaining
outputs in the
proportion
desired

Investigatory
decision
or terminal
decision

Occupational
choice

-....J

.0
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(Continued )

A Compariso n of Major Decision-M ak~ng Concepts across Selected VDM Models
Vocationa l Decision-M aking Models
Decision Conce2ts

Ti~dman-O 'Hare (1963)

Hilton (1962)

Vroom (1964)

Hsu (1970)

A. Awareness of
decision

Awareness that present
situation is or will
become unsatisfac tory

Input that alters
present vocationa l
status

B. Alternati ve
actions

Goals which can
possibly be attained
from opportuni ties

Plans

Actions-b ehavior
within repertoire
of the person

Alternati vebehavior associated with
vocationa l choice

C. Outcomes

Psycholog ical fieldimagined situation
including attribute s

Premise about
attribute s of
vocationa l roles

Outcomes- more
distant and less
controlled events
(than actions)

Outcomesanticipate d
rewards from an
occupatio n

C.l Subjectiv e

Commitmen t or
orientatio n

Expectanc y-an
action-out come
associatio n

Expectanc y-probability of chosen
behavior leading
to particula r
outcome

C.2 Value

Personal value

Satisfact oriness

Valenceanticipate d
satisfacti on

Valenceattractive ness
or desirabil ity

D. Commitmen t

Choice

Plan accepted

Force

Force

00

HO: 1-1

(Continued)

A Comparison of Major Decision-Making concepts across Selected VDM Models
Vocational Decision-Making Models
Decision Conce2ts

Tiedman-O'Hare (1963)

Hilton (1962)

Vroom (1964)

Hsu (1970)

A. Awareness of
decision

Awareness that present
situation is or will
become unsatisfactory

Input that alters
present vocational
status

B. Alternative
actions

Goals which can
possibly be attained
from opportunities

Plans

Actions-behavior
within repertoire
of the person

Alternativebehavior associated with
vocational choice

C. Outcomes

Psychological fieldimagined situation
including attributes

Premise about
attributes of
vocational roles

Outcomes-more
distant and less
controlled events
(than actions)

Outcomesanticipated
rewards from an
occupation

C.l Subjective

Commitment or
orientation

Expectancy-an
action-outcome
association

Expectancy-probability of chosen
behavior leading
to particular
outcome

C.2 Value

Personal value

Satisfactoriness

Valenceanticipated
satisfaction

Valenceattractiveness
or desirability

D. Commitment

Choice

Plan accepted

Force

Force

I..O
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HO: l-2
OCCUPATIONAL INFORMATION INVENTORY
List the names of three (3) occupations you think you would
most like to do (you may want to include jobs you have done in
the past or are now doing).

FOR OCCUPATION 1:
1.

Occupational Activities
Generally, what does a person in this occupation do?
(i.e., what is the nature of the work?)

List three specific examples of tasks performed in this
occupation.

2.

--------------------------------------------------~----3.
---------------------------------------------------------

2.

Occupational Characteristics and Requirements
Check below each characteristic that is true for _the occupation
you have selected.
~~requires problem solving
~-uses tools, machinery
_ _ requires instructing others
_ _does the same thing over & over
_ _hazardous
outdoors
====hard physical work
~-cannot move around much
precision
====requires work with detail
~ - a lot of public contact
part-time
====able to see results
can be creative
====influences others
_ _ competition on the job
~-works as part of a team
_ _ jobs widely scattered
_ _on your own

-

-

-

---~-

-
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3.

Preparation for Work
What kind of training or education do you think most people
need for this occupation?
Yes

No

A high school diploma or G.E.D.?
A 2-year technical or college degree?
A 4-year college degree?
On-the-job training
No training?
4.

Advancement
What are two possibilities for advancement to other occupations .
from this occupation?

5.

Related Occupations
Name two other occupations where the work is similar to
the occupation you chose.

6.

Industry
List some industries or firms which hire . people in the type
of occupation you chose.

7.

Employment Opportunities
Is this occupation "in demand" in your local area?
Yes

No

I

don't know

Is this occupation "in demand" nationally or in other
specific locals?
Yes

No

I

don't know

•
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What is the future outloo k for emplo yment in this occup ation?

8. Earnin gs
About how much money does a person make who is just starti ng
in this kind of job?
About how much money does a well-e xperie nced person make
in this kind of job?
What are the local wages for this job?
·9.

~~-

~~~~~~

Labor Marke t Chara cteriz ation
Where would you expec t to most easily find emplo yment
in this occup ation?
any large city
any town
a rural area
a partic ular city
a partic ular part of the count ry

10. Intere st
Brief ly state why you are intere sted in this occup ation.
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FOR OCCUPATION 2:
1.

Occupational Activities:
Generally, what does a person in this occupation do?
(i.e. what is the nature of the work?)

List three specific examples of tasks performed in this
occupation.

2.

Occupational Characteristics and Requirements
Check below each characteristic that is true for the occupation
you have selected.
requires problem solving
uses tools, machinery
requires instructing others
does the same thing over and over
hazardous
outdoors
hard physic~l work
cannot move around much
precision
requires work with detail
a lot of public contact
part-time
able to see results
influences others
competition on the job
works as part of a team
jobs widely scattered
on your own

3.

Preparation for Work
What kind of training or education do you think most people
need for this occupation?
Yes No
A high school diploma or G.E.D.?
A 2-year technical or college degree?
A 4-year college degree?
On-the-job training?
No training?
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4.

Advancement
What are two possibilities for advancement to other occupations
from this occupation?

5.

Related Occupations
Name two other occupations where the work is similar to
the occupation you chose.

6.

List some industries or firms which hire people in the
type of occupation you chose.

7.

Employment Opportunities
Is this occupation "in demand" in your local area?
Yes

No

I

don't know

Is this occupation "in demand" nationally or in other
specific locals?
Yes

No

I

don't know

What is the future outlook for employment in this occupation?

8.

Earnings
About how much does a person make who is just starting
in this kind of job?
About how much does a well-experience person make in this
kind of job?
What are the local wages for this job?
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9. Labor Market Charcteristics
Where would you expect to most easily find employment
in this occupation?
any large city
any town
a rural area
a particular city
a particular part of the country
anywhere
10. Interest
Briefly state why you are interested in this occupation.
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WORKSHOP LEADER ACTIVITIE S:
1.

using one or more of the decision making models:
a.

In small groups, discuss the four steps . of the
"Tiedman" model. Then, compare the various
models. Consider the following questions .
1.
2.
3.

. 4.

b.
2.

Which model do you consider best?
Can you work through all the steps of a
model with students?
What is the role of occupatio nal informatio n
in these steps?
If time limits the degree you are involved,
can you identify the steps you are
involved in with students?

Reconvene as a large group and consider the
responses of participa nts.

Discuss various methods for a student to acquire
self informati on. · In particula r, discuss how the
inventory can be adapted for use in your situation .

Summary
It should be emphasize d that no one model, inventory or
process can be considere d best for any individua l.

You, the

educator, should select an appropria te decision making model
for working with students and assist the students to plan
according to their needs.
UNIT RESOURCES:
A.

Handout Materials :
HO: 1-1 Vocationa l Decision Making Models
HO: 1-2 Occupatio nal Informati on Inventory

B.

Career Guidance Materials
Improved Career Decision Making.

Denton, Texas:

North Texas State Universit y, Economic Institute ,
1979.
Shannon, M. Peer Facilitat ion in Career Informati on
Augusta, ME:

MOICC/CID S, Statehous e Station #71, 1982

Suggested time for Unit 1 - 1 hour
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Unit 2:

Labor Market Information: Definitions and Sources

Previously, we explored the role of labor market information
in the career decision making process.

Now, we will consider

what we mean by labor market information and where to find it.
It is best to begin with a definition:
Labor Market Information (LMI):

Describes the dynamics of

employment opportunitie s and the work force.

It is obtained by

measuring and evaluating the various factors which influence
the supply and demand for workers in a specific geographic
area.

It includes three major elements relevant for counselors:

a) labor force statistics on employment, unemployment
rate, and characterist ics of the populations.
b) occupational information - information about characteristics of occupations and jobs, including demand and
supply, the nature of the occupation, working conditions
personal requirements , licensing, certificatio n and
registration requirements , methods of entry and advancement, earnings, and employment profile.
c) placement assistance information on the use of labor
market information to find a job.
Note that according to the definitions we will use, occupational information is one kind of labor market information.

In

these units the term occupational information is used to focus
on descriptive information about the characterist ics of specific
occupations and jobs.

The term labor market information will

be used to focus on quantitative characterist ics related to
employment.

Basically, the terms can be used interchangea bly.
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Employment & Training Administration (ETA) and State Employment
Security Agencies (SESA's)
ETA, in conjunction with SESA's, are responsible for the
majority of the State and local labor market information publications you will find useful in assisting students in their
career decision making.

ETA is responsible for planning the

overall program, funding, monitoring and evaluating the activities
of SESA's, developing and disseminating reference tools and
data, and providing technical assistance and training.

Within

these parameters, SESA's are responsible -- through their research
and analysis units (R&A shops) -- for collection, analysis and
dissemination of labor market information.

SESA's also support

the provision of technical assistance to local users.
A primary result of the data collection activities of
SESA's is a series of labor market information publications.

-

Generally, each state provides the following kinds of publications:
Annual Planning Information - Prepared for the state as a
whole.

It includes historical, current, and projected information

on employment, unemployment, occupational trends, and the size
and characteristics of the general population, the labor force,
the unemployed, the economically disadvantaged, and special
target groups.

It is issued annually.

LMI Newsletter - Prepared for the state, and selected
sub-state areas.

They provide information on current employment

and unemployment with comparison fi'gures for th e previous mont h
and year, on the distribution of employment, h ours and earnings,
and on economic and industrial developments.
issued monthly.

Newsletters are
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Occupational Labor Market Information - Prepared for the
state and selected sub-state areas.

It includes information on

the characteristics of occupations and jobs, current and
projected labor supply and demand by occupation, and wages or
salaries and fringe benefits for various occupations.

Occupational

labor market information also includes job search materials
that furnish information designed to help job seekers find
These publications are issued periodically.

work.

Special Worker Group Publications - Provide data on youth,
women, veterans, and/or selected minority or other special
groups.

Identification of the special worker group and the

geographical areas covered are determined by state needs and
priorities.

These are produced periodically as the need

arises.
Affirmative Action Information - Provided for the state
and sometimes for individual localities, countries, and SMASAs.
It provides federal contractors and subcontractors with information
required for affirmative action.

It contains statistics on

women and minorities in the work force and in the general
population.

These data are also published as the need arises.

Labor Market Information Research Publications - Present
results of research projects which may be on a variety of
subjects.

Examples of topics covered are worker commuting

patterns, labor demands resulting from new energy sources, and
the impact of projected increases in military spending in an
area.
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Directory of Labor Market Information - Serves as a
catalogue for SESA reports, publications, releases, studies,
and analyses.

It is updated every two years and more frequently

if changes and additions warrant.
In other units, you will have an opportunity to examine
some of these publications from your state.
Bureau of Labor Statistics (BLS) - Department of Labor
For our purposes, the Bureau of Labor Statistics has three
major market information functions.

These are:

1) Development of the technical procedures used to collect
information.
2) Development and validation of the analytic processes
used to prepare raw data for dissemination.
3) Dissemination of national publications presenting
national information and, in some publications,
comparative state information.
BLS works closely with the Employment and Training Administration
(ETA) to provide technical expertise in the development of
survey instruments, sampling procedures, data collection
criterion, etc.

BLS also develops the analytic models used to

convert the raw data which is collected into the descriptions
and the statistics disseminated to users.

Finally, to highlight

the actual role of BLS in labor market information collection
and distribution, it should be emphasized that BLS is not a
primary data collector.

It is best described as the agency

responsible for the methods and proce~ures used in collecting
data, carrying out statistical programs and validating the
resulting data.
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NOICC and the SOICCs
The National Occupational Information Coordinating Committee
(NOICC) and corresponding State Occupational Information
Coordinating Committee (SOICCs) were established by Vocational
Education Amendments of 1976 and the . CETA Amendments of 1976 to
improve communication and coordination between federal and
state agencies which produce occupational information and those
agencies and individuals which use it.

NOICC and the SOICCs

were also charged to develop and implement an occupational
information system to meet the common occupational information
needs of vocational education and employment and training
programs at the national, state, and local levels.

Finally,

NOICC and SOICCs were mandated to give special attention to the
labor market information needs of youth, including such activites
as encouraging and assisting in the development of local job
outiook data, computerized information systems on career
opportunities, counseling programs for youth in correctional
institutions and out of high school.
Each SOICC committee is comprised of representatives from
four state statutory agencies -- the State Board of Education,
the State Employment Security Agency (the primary producer of
labor market information at the state level), the State Employment
and Training Council, and the agency which administers the
state's rehabilitation program .

Each SOICC has a staff comprised

of a director and at least one other person ~o represent the
SOICC and conduct the day to day work of the committee.
The NOICC/SOICC network has actively worked to fulfill its
legislative mandates.

There is a SOICC office in Maine which
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can provide useful information on all aspects of occupational
as well as career and educational information.

The NOICC

office should be a useful resource for counselors.

Career Information Delivery System (CIDS) Programs
State Career Information Delivery Systems (CIDS) prog~ams
have developed since the early 1970s, due largely to a series
of grants from the U.S. Department of Labor.

Nine states were

funded in 1974 to develop systems to deliver career information
in accordance with Department of Labor standards and Maine is a
leader in development of CIDS programs.

The National Occupational

Information Coordinating Committee (NOICC) assumed responsibility
for the program in 1979, revised the DOL standards, and funded
15 more State programs through State Occupational Information
Coordinating Committees (SOICCs).

State CIDS programs have the

following features.
• Operate through a combination of state agencies and
local users,
• Provide computer delivery of career information,
• Contain a self-assessment component for career exploration,
• Contain occupational descriptions based on existing
data and research,
• Are available to a variety of users and agencies,
• ~ave an ~ndependent advisory body representing occupational
information developers and users.
The goal of CIDS is to have a positive influence on the
process by which people choose jobs and careers by providing
them with current, accurate and locally relevant occupational,
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educational and training information.*

The availability of

such information should help individuals make smoother transitions
at key points during their career life, such as the transition
from school to work or return to the labor force.
Specific objects of the CIDS are to:
• Help students and clients learn about and understand
the range of career opportunities presently available
and those that are likely to be available in the future;
• Encourage persons in the process of career exploration
and decision-making to seek out vocational information
on their own;
• Increase awareness of major sources of occupational,
educational and training information;
• Help people learn of educational and training opportunities and their relationship to occupations they
may be exploring;
• Provide support for related programs, including career
education, career and employment counseling, employment
and training and educational planning.
Most CIDS contain descriptive materials on specific occupations;
information on requirements for occupations, including education
and training information; and economic information on occupations.
To the extent that · labor market conditions warrant, occupational
information is localized in CIDS.

The number and kinds of

occupations delivered by a CIDS reflect the occupational
structure of the labor market area and state served.

Information

is updated at least annually.

* Most of the information in this section has been drawn from
Norcc Administrative Memorandum 80-18 "NOICC's Policies and
Standards on Statewide Career Information Systems."
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The approaches t o Obtal.· n information from a CIDS are
generally

Vl.·a

"d.1.'rect access," and/or a "structured" search·

mode.
The "direct access approach" allows the user to assess
specific information of interest, such as a description of an
occupation or training requirements, by entering a code such as
an

soc

number.

The process is analogous to using the index of

a book then turning to a specific page.

Users can "browse" at

will, focusing on one point of interest at a time in detail.
The "structured" search enables the user to enter information
on occupational relevant interests, abilities, preferences,
This information is

physical capabilities, values, etc.

matched to all the occupations in the system and the user is
guided to a listing of relevant occupations for career exploration.
Such an approach also permits an individual to make changes in
the assessment of interest, preferences, values, etc., as
desired, so new sets of occupations can be obtained for examination.

This structured search capability of the computerized

information system permits users to explore the relationship
between personal proclivities and occupational characteristics
in a flexible and multi-dimensional way.
These computerized career information delivery systems have

s

1
evera commercial systems
be
deliver career information by computer and
programs can
also been developed commerc.1.·ally.

found in school systems in virtually every state.

Some are

used by colleges or local employment and training agencies
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Occupational coverage varies by vendor but the systems typically
include the major occupational characteristics but do not
consistently present information on earnings and employment
opportunities.

The information on occupations is national in

scope and is usually based on the Dictionary of Occupational
Titles (DOT) and the Occupational Outlook Handbook (OOH).
Some career information systems also have a mutual component
of the system, such as needlesort methods, which demonstrates
the same relation for clients between the individual's response
to questions about interests, and preferences and related
occupations, as does the computerized version.

Counselors who

do not have access to computer terminals can use manual alternatives
such as the needlesort method to help clients in occupational
exploration.
A needlesort system (also called pinsort or keysort)
consists of a deck of cards which is punched around its periphery
· with either round holes or open-ended notches.

In the Nebraska

Career Information system needlesort, for example, each position
for a hole or notch is numbered, and the numbers are keyed to
the possible characteristics the user might specify for a
search.

The user holds up the complete deck's periphery

corresponding to the first desired search characteristic.

As

the user lets go of the deck and shakes the needle gently,
cards which have a notch at this position will not be held on
the needle and will fall off; those with a hole there will be

28

retained and will represent those occupations having the
desired characteristic.

The user proceeds to sort the remaining

cards by inserting the needle at the next desired characteristic,
and so forth.

A user may also use the needlesort negatively,

sorting by undesired characteristics and drawing from the pile
that falls off the needle, rather than from the cards retained.
Noncomputerized sorting systems provide users with a list
of occupations and code numbers for them; users can then pull
the appr-0priate microfiche out of a file or turn to the appropriate
page of a bound printout (or other hard copy) and thus duplicate
the two functions of search and retrieval without benefit of a
computer.

SUMMARY
Integrating labor market information in the career guidance
process is critical to program success and public acceptance.
Career counselors will need to utilize the content of this unit
with a variety of publics to accomplish its goals.

UNIT RESOURCES:
A.

Handout materials:
HO: 2-1 Career Decision Situations

Suggested Time for Unit 2 - 1 hour
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HO: 2-1
Career Decision Situations
1.

A high school senior girl, planning to get married, move
to a large city in another state, and work for a few years.

2.

A high school junior who wants an apprenticeship in a
secure trade.

3.

A mobile, 20 year-old, disadvantaged high school dropout who
wants training for an occupation with an above -average wage.

4.

A high school senior who wants to explore accounting as a
career and settle down in his small home town.

s.

A mobile, 24 year-old, recently discharged veteran withhf~ur
years of missile repair experience who wants a good tee nica 1 job.

C
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Unit 3: National Documents of Labor Market Information
Previously, we reviewed the role that labor market information plays in helping clients explore alternatives, crystallize
their options, and clarify the implications of their choices.
In this section, you will review resources of national labor
market information.

These publications provide accurate, up-

to-date information on occupations and industries which should
be useful in helping clients explore options and focus on
decision making.

In order to facilitate the use of these

publications, a list of all the national and state labor market
information resources you will be exploring has been compiled
into the Matrix on page 31.
This Matrix will allow a person to rapidly locate information
needed to respond to common student information needs about
occupations an~ careers.

Horizontally, at the top of the

matrix, are categories of labor market information of interest
to the student involved in career decision making.

Vertically,

on the left side of the matrix, is a list of published information resources.

Note that X's have been placed in the matrix

blocks to indicate what kind of information is available
through each resource.
To use the Matrix,
• Determine the type of information required and match it
to a category of information at the top of the matrix.
• Follow the column of the appropriate category of information
down the page and note where an "X" appears.
• Follow the line on which the "X" occurs back to the left
and determine the name of the information resource within
the colu~n la~eled "information resources." Then look up
the required information in that information resource.

OCCUPATIONAL INFORMATION RESOURCE MATRIX
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OCCUPATIONAL OUTLOOK HANDBOOK
U.S. Departmen t of Labor, Bureau of Labor Statistics
AGENCY:
FREQUENCY: Released annually
COVERAGE: Nationall y-based publicati on
The Occupatio nal Outlook Handbook has been d 7signed to
provide a wide variety of informati on on occupatio ns that most
It deals with selected
commonly occur in the American economy.
breadth of career
maximum
the
give
to
occupatio ns, attemptin g
Since it has been
space.
possible
informatio n in the smallest
s, the
counselor
as
well
as
clients
designed to be used by
added to
been
have
pictures
and
low
kept
reading level has been
crossis
It
on.
publicati
technical
reduce its image as a
referenced to the Dictionar y of Occupatio nal Titles (DOT)
through the inclusion of DOT codes for all listed occupatio ns.
Each occupatio n of the Occupatio nal Outlook Handbook
describes the nature of work and working condition s, places of
employmen t, training and education al requireme nts, employmen t
outlook, earnings, related occupatio n and sources of additiona l
informatio n.
The occupatio ns are organized into thirteen (13) occupation al
clusters:
- Indu strial Productio n

Scientifi c and Technical

- Office

Mechanics and Repairers

- Service

Health

- Education

Social Scientist s

- Sales

- Social Service Organizat ions

- Construct ion

- Performin g Arts

- Transport ation
. The.OOH s~ould be a useful reference for counselor s to use
with clients intereste d in exploring by occupatio nal cluster.
The OOH also includes a section on "Outlook for Industries ."
"fee~~o:o:h ~houg~ tfhe in~roduct ory sections of the OOH to get a
--e in ormation provided there.
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Workshop Activity For OOH:
Have the participants respond to the following:

1.

2.

In what occupational cluster will the occupation "teacher"
be found?

Review the pages in the OOH on teaching occupations .
Note in particular the kinds of occupational information
available about teachers.
Could you use this document with your students?

How?
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GUIDE FOR OCCUPATIONAL EXPLORATION
Depar tment of Labor , Emplo yment and Traini ng
Admi nistra tion
FREQUENCY: 1979 most recen t
COVERAGE: Natio nally- based publi cation

AGENCY:

u.s.

The Guide for Occup ationa l Explo ration has been design ed to
assis t clien ts and couns elors to use occup ationa l and labor
ons.
marke t inform ation more effec tively in makin g caree r decisi
For the clien t, a design has been selec ted that will allow
Readin g level
the use of this resou rce witho ut aid of helpe r.
Throu gh sugge stions in the
has been kept moder ately simpl e.
throug h a series of steps
mmed
progra
are
introd uction , clien ts
ationa l choic e throug h use
occup
of
sions
that organ ize the dimen
of this volum e.
For the educa tor, a serie s of steps are sugge sted that will
1) to give the client
assis t him/h er in eithe r of two goals :
to help the clien t
2)
or
work,
of
an overvi ew of the world
a choic e of fields of
ng
offeri
by
choose an occup ationa l goal
abili ties and potent ials.
ests,
inter
er
work that best refle ct his/h
Descr iptive conte nt of the Guide for Occup ationa l Explo ration
is based on major group ings of occup ations (e.g., socia l
Hence , inform ation given relate s much more
servic es; sport s).
to simil aritie s among group ed occup ations than to indivi dual
Speci fic conte nt includ es examp les
occup ationa l differ ences .
that
of work for occup ations in each group ing, perso nal "clues "
and
ing,
group
each
in
ations
might indica te inter est for occup
prepa ration for enteri ng occup ations in each group ing •
. within this volum e, occup ations are initia lly divide d into
These inter est facto rs are quite simila r
12 intere st facto rs.
to the Hollan d categ ories that are found on such comm ercial
standa rdized intere st tests as the Strong -Camp bell Intere st
For that reason
Inven tory and the Self-D irecte d Searc h.
tests
c~uns e~ing s~rvic es using these or other simil ar inter est
e.
volum
l
will find this a partic ularly usefu
This volum e can also be used in conju nction with the
G7ner al Aptitu de Test Batte ry (GATB) throug h cross- refere ncing
system of the Dictio nary of Occup ationa l Titles
via the code
(DOT codes ).
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Review the definitions of the interest factors which are
used in the Guide ror organizing the presentation of occupational
groups:
1.

Artistic - Interest in creative expression of feelings
or ideas.

2.

Scient~fic.- Interest in discovering, collecting, and
analyzing inf9rmation about the natural world and in
applying scientific research findings to problems in
medicine, life sciences, and natural sciences.

3.

Plants and Animals - Interest in activities involving
plants and animals, usually in an outdoor setting.

4.

Protective - Interest in the use of authority to protect
people and property.

5.

Mechanical - Interest in applying mechanical principles
to practical situations, using machines, handtools, or
techniques.

6.

Industrial - Interest in repetitive, concrete, organized
activities in a factory setting.

7.

Business Detail - Interest in organized, clearly
defined activites requiring accuracy and attention
to detail, primarily in an office setting.

8.

Selling - Interest in bringing others to a point of . view
through personal persuasion, using sales and promotion
techniques.

9.

Accommodating - Interest in catering to the wishes of
others, usually on a one-to-one basis.

10.

Humanitarian - Interest in helping others wit~ their
mental, spiritual, social, physical, or vocational needs.

11.

Leading-Influencing - Interest i~ lea~ing and influencing
others through activities involving high-level verbal or
numerical abilities.

12.

Physical Performing - Interest in physical activities
performed before an audience.

36

Workshop Activity for Guide for Occupational Information:
Have the participants respond to the following:
1.

Under which interest factor would you expect to find
information about teaching occupations?

2.

What specific information as listed on the Matrix is
covered for this occupational area? List below:

3.

Review the introductory sectons on the "role of the Guide
~n c~unseling and guidance." Discuss how you may use
it with students. List a few ways below.
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OCCUPATIONAL OUTLOOK QUARTERLY
AGENCY:
FREQUENCY:
COVERAGE:

U.S. Department of Labor, Bureau of Labor Statistics
Quarterly
Nationally-based publication

The Occupational Outlook Quarterly provides updated occupational
information in a more timely fashion than is available through
less frequent publications.
It also organizes and synthesizes
information printed elsewhere for use by counselors or clients.
The Occupational Outlook Quarterly also prints information of
use to counselors or clients that does not fit elsewhere.
Finally, the Quarterly reviews new techniques and counseling
aids. To fulfill these purposes, this publication presents
short articles quarterly on a wide range of topics related to
occupations.
The volume is designed specifically for use by both counselors
and clients. To this end, the use of pictures and graphics is
unusually effective in maintaining attention. Another positive
feature is that presentations are characteristically straightforward
and to the point. Care has been taken to simplify the reading
level, although some difficulty may be experienced by those
reading at a level much below that of the average high school
graduate.
The range of content included in the.occupati~nal Ou~l~o~
Quarterly during the last several years includes Job activities,
job characteristics, preparation for work, advancement, employment
outlook and earnings.
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DICTIONARY OF OCCUPATIONAL TITLES
(DOT), 4TH EDITION
AGENCY:
FREQUENCY:
COVERAGE:

U.S. Department of Labor, Employment and Training
Administration
1977, most recent
Nationally-based publication

In this writer's opinion, this publication is the single
most important source of occupational information.
In.the
Dictionary of Occupational Titles, .o~er ~5,000 occupa~ions have
been identified defined and classified in a systematic way.
Each definition'includes a nine digit code, the primary industry
in which the occupation is found, and alternative names by
which the job is known as well as a description which lists the
most common job tasks.
The most recent edition (fourth) has
also attempted to reduce the quantity of technical language
that was present in past editions and has included a glossary
for technical terms which could not be eliminated. Additionally,
the latest edition has grouped occupations with similar job
duties together, making it easier to determine what occupations
are most similar in different industries.
This is especially
helpful in occupational choice and job search when clients must
consider transferring their occupational skills to new industries .

.

In addition to its reductive system for locating occupational
definitions, the DOT also includes an alphabetical listing of
occupational titles and a listing of occupational titles by
industry. These title listings are at the back of the volume.
Finally, it is important to stress that the coding system
within the DOT is commonly used as a cross-referencing device
for relating various kinds of occupational information. Thus,
DOT codes ar 7 listed with o~cupations in the Occupational Outlook
Handbook, Guide for Occupational Exploration, and the Standard
Occ~pational Classification system, allowing counselors to
ea~ily ~ccumulat 7 information on the same occupation while
using different information resources.
Additionally, DOT codes
are.used by a number of standardized assessment instruments for
aptitude (e.g., General Aptitude Test Battery) and interest
(e.g. Strong-Campbell Interest Inventory).
.
Content of the.DOT includes job activities, related occupatiol}!
industry, .Prepara~ion fo~ work {available in supplement only)
and
some information on Job activities (available in supplement
only).
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The Dictionary of Occupational Titles
The 1979 edition of the DOT contains approximately 20,000
occupational titles and definitions that are grouped to organize
the millions of jobs in the U.S. economy based on similarities
on how jobs are performed in work establishments all across the
country.*
There are six basic parts to an occupational definition:
1) the 9-digit occupational code number,
2) the occupational title,
3) the industry description,
4) alternate titles,
5) the body of the definition,
6) undefined related titles (if any) . .
The nine digit DOT code provides a unique identifier for
each of the nearly 20,000 occupations in the DOT.

Each digit

serves a specific function.
The first three digits identify a particular occupational
group.

All occupations are clustered into one of the nine

broad categories,

(1st digit), 82 specific divisions (1st two

digits), and 559 small homogenous groups (the 1st three digits).

*

The following discussion of Occupational Classification

Systems is derived largely from Vocational Preparation and
Occupations, NOICC, 1981.
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·Th e nin e pri ma ry Occ upa tio na l cat ego rie s inc lud e:
0/1 Pro fes sio nal , Te chn ica l,
and Ma nag eri al Oc cup atio ns
2 Cl eri cal and Sal es Oc cup atio
ns
3 Ser vic e Oc cup atio ns
4 Ag ric ult ure , Fis her y, and
Fo res try Oc cup atio ns
5 Pro ces sin g Oc cup atio ns
6 Ma chi ne Tra des Oc cup atio ns
7 Ben chw ork Oc cup atio ns
8 Str uc tur al Wo rk Oc cup ati ons
9 Mi sce llan eou s Oc cup atio ns

The mid dle thr ee dig its of the
_ DOT cod e ide nti fy the
"wo rke r fun cti on" rat ing s of
the tas ks per for me d. The fou
rth ,
fif th and six th dig its of the
cod e num ber are bas ed on the
fol l~w ing fin din gs of the U.S
. Em plo ym ent and Tra ini ng Ser
vic e
res ear ch:
. 1. Eve ry job req uir es the wo
rke r to fun cti on in som e deg
ree
in rel ati on to Da ta, Peo ple
and Th ing s.
2. The rel ati on shi ps spe cif ic
to Da ta, Peo ple and Thi ngs
can be arr ang ed in eac h cas e
fro m the sim ple to the com ple
x in
an hie rar chy so tha t, gen era
lly , eac h suc ces siv e fun cti on
can
inc lud e the sim ple r one s and
exc lud e the mo re com ple x fun
cti ons .
(As eac h of the rel ati on shi ps
to peo ple rep res en ts a wid e
ran ge
of com ple x~t y, res ult ing in
con sid era ble ov erl ap amo ng
occ upa tion s,
the ir arr ang em ent is som ewh at
arb itr ary and can be con sid
ere d an
hie rar chy onl y in the mo st gen
era l sen se) .
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3. It is possible to express a job's relationship to Data,
People, and Things by identifying the highest appropriate
function in each hierarchy to which the job requires the worker
to have a significant relationship.
4. Together, these three digits of the code number can
express the total level of complexity at which the job requires
the worker to function.
The three middle digits express the worker's relation to
each of these three groups:
0
1
2
3
4
5
6

Synthesizing
Coordinating
Analyzing
Compiling
Computing
Copying
Comparing

0
1
2
3
4
5
6
·7
8

0
Mentoring
1
~ego.tiating
2
Instructing
3
Supervising
4
Diverting
5
Persuading
Speaking-Signaling 6
Serving
Taking InstructionsHelping

Setting UP
Precision Working
Operating-Controlling
Driving-Operating
Manipulating
Tending
Feeding-Offbearing

The combination of these three groups of digits results in
a unique nine-digit code which serves to define the given
occupation and differentiates it from all others.
Each occupational title defined in the fourth edition DOT
has at least one industry designation and is coded accordingly.
The industry designation often differentiates between two
or more occupations with identical titles but different duties.
Because of this, it is an integral and inseparable part of any
title.

The industry designation usually tells one or more

things about an occupation such as its location (hotel and
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restaurant, machine shop); the types of duties associated with
it (such as education, or cleaning, dyeing and pressing); the
products manufactured (such as textiles or optical goods); the
processes used (such as electroplating or petroleum refining);
or the raw materials used (metal alloys, stonework).
Occupations which occur in a greater number of industries
or those not considered to have any particular industrial
attachment are given the designation "any industry."

The

occupational title and industry designation should always be
given together.
Workshop Activity for DOT:
Find the nine digit DOT for the occu~ation "counselor."
Write it below.

Review the explanation of the digits of the DOT in Unit 2,
or look it up in the front of the DOT. Write what each of the
three middle digits tells you about worker functions of "counselor"
as defined by DOT.
4th digit
5th digit
6th digit
Would the DOT be useful for you in your work?
How would you use it?
1)
2)
3)

List three ways.

Yes

No
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In HO: 3-1, the code for Construction Equipment Mechanic
(construction), the numbers indicate that the worker's relationship
to Data is at hierarchy level 2, which is described as "Analyzing";
the relationship to People is at level 6, which is described as
"Speaking-signaling"~ and relationship to Things is at level 1
for "Precision Working." The numbers provide a description of
the worker's functional activities in this particular occupation.
The worker's activities involve analyzing data and precision
working with things.

Contacts with people are of minor importance,

involving speaking and signaling.
expressed in this way.

All occupations can be

It should be noted that in the Dictionary,

only those relationships which are occupationally significant in
terms of the requirements of the job are reflected in the code numbers.

T?e incidental relationships which every worker has to Data,
People, and Things, but which do not seriously affect successful
performance of the essenti~l duties of the job are not reflected.
The assignment of digits 4-5-6 of a DOT code to any given
job is made regardless of the occupational group involved.

The

functional code in the above example of .261 may apply to many
occupations in many different areas of technology besides the
0 ccupational Group 620 if i t correc tl Y -indi'cates what the worker
does in the various occupational groups.
It is the combination of the first three digits with the
cupational meaning can be
Second three digits that t h e full Oc
·g ·ts expressing what the worker
realized -- the second three d 1 1
does the first specifying the occupational area in which the
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work is being done.

The resulting combinati.on provides a

thumbnail sketch of the occupation.
The third group of three digits, positions 7-8-9, provides
a unique suffix code for each occupational title defined in the
DOT.

Where a six-digit code number is applied to only one job

title, the suffix code is 010.

Occupations that have identical

six-digit DOT codes begin with the 010 suffix code and progress
in additive steps of four, such as 014, 108, 022.

In the fourth

edition DOT, these steps are usually assigned in alphabetical
order of occupational titles.

UNIT RESOURCES:
A. Handout Materials:
HO: 3-1 Construction Equipment Mechanic
B. Career Information materials as identified in Unit 3.

Suggested Time for Unit 3 - 1 hour.
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Unit 4: State and Local Labor Market Information
Competition for jobs has become greater in recent years and
the prospects for employment in any particular occupation have
become significantly more important for people involved in
career planning.
The number of workers employed in any occupation depends
upon the demand for the goods and services the workers produce.
Thus, the demand for construction workers during the mid 1970's
increased as millions of new homes were built.

Generally, if

the demand for a product grows, the demand for workers to
provide that product will also grow.

Moreover, the general

growth rate of an industry affects changes in occupational
employment.

However, other factors-notably technology- enable

industries to increase output without hiring more workers.
Certainly this has been the case in the agricultural industry,
which has seen a substantial growth in farm production accompanied
by an increase in mechanization and a decrease in farm employment.
Using information about the demand for goods and services
increases in technology, changes in business practices, as well
as other factors, economists estimate the number of workers
that will be employed in an occup~tion, based on current
employment and assumptions that trends of the past will continue.
These assumptions include such things as no war, that employment
will not exceed a certain level, and that our system of gov~rnrnent
and social values will remain constant.
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In the previous unit, we reviewed sources of national labor
market information.

Several of them, such as Occupational

Outlook Handbook, presented estimates of future employment for
occupations, in general fashion for across the nation.

The

outlook for any occupation may vary .considerably among local
job markets.

Some sections of the country are growing rapidly,

such as the Southwest, whereas other sections of the country
are losing people and jobs.
Thus, it is very useful to have broad descriptive information
and national data about occupations and industries as well as
detailed information about the employment situation where your
students work, the local labor market.
In this unit, we will explore local labor market data
sources on occupations, industries, and job opportunities
available to you.

Some of those items may be too sophisticated

for you to use directly with students.

You will have to

decide, based on your particular environment, when it would be
appropriate to share data with your students.

Regardless, the

data should be familiar to you, so that you can guide students
involved in decision making based on your best information
about the employment situation in your area.
Having accurate, up-to-date information on job opportunities
in your labor market is useful and important for effective
counseling.

It involves learning about current employment

among decision making, you should understand the characteristics
of industries and occupations in your local area.

Each occupation
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has unique requirements that are different from all other
occupations.

Also, each industry in a given area has a unique

occupational structure.

Changes in employment in an industry

will alter the level of employment in occupations related to
that industry.

We hope you will learn what data are available

to describe employment patterns of your local industries and
occupations.
First, we will examine employment among industries to
identify industries in your local labor market that appear to
offer the best/least potential for job opportunity.

You will

examine a) the industrial structure of employment,
b) projected long-term trends in employment and c) recent
trends.

You will learn how to identify qualities and attributes

inherent in certain industries which signal that they may
provide a more attractive and stable working environment.
These would be key industries to consider as having more
potential for job opportunity.
Next, we will examine employment among occupations.

You

will identify occupations that appear to offer better potential
for job opportunity.

You will examine a) the occupational

composition of key industries; b) projected long-term trends;
c) recent trends in job openings among occupations, and
d) wages for selected occupations.

You will learn to recognize

particular occupations for their more attractive patterns of
possible employment.
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By examining these data sources, you will learn to evaluate
what information is available to use in providing clients
accurate information about employment opportunities in your
area.
Educators and economists have estimated that a significant
number ·of high school students remain in their local area after
graduation for employment.

Thus, many of your students will

need information that will focus specifically on occupational
opportunities in the local area.
Knowing the "major market employers and industries" in the
community is important for guiding job seekers.

A major market

employer is one who employs twenty or more workers.

Since a

small proportion of local employers and industries account for
most of the jobs and job opportunities in a local labor mar k e t ,
job seekers can direct their job s€arch efforts toward employe r s
and industries having the most job potential.
Thus, to provide clients with accurate and current local
labor market information becomes a prerequisite for effective
counseling.

Certainly, educators should be apprised of employers

and industries in the local areas which employ the largest
number of people and those which are considered for employment
by the greatest number of potential employees.

The material in

HO: 4-1 is illustrative of local labor market data.
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OTHER STATE LMI PUBLICATIONS
You will now have the opportunity to explore other publications that are available for your use, from the SESA office, or
possibly other agencies in your state.

Your trainer or an

invited representative will present the publications with you,
and discuss possible uses for counseling.

As you review each

of these data sources, assess them for the following:
1. What kinds of labor market information does this resource
provide?
(Look back to the Matrix in Unit 4 for the
categories of labor market information we have been
using). Write the names of the publication next to
the category which best describes what information
it contains:
~~~~~~~~~~~~~~~~~~-occupational

activities

~~~~~~~~~~~~~~~~~~-occupational

characteristics

~~~~~~~~~~~~~~~~~~-preparation

~~~~~~~~~~~~~~~~~~-related

for work

occupations

~~~~~~~~~~~~~~~~~~other

2. How might this publication be useful for counseling
clients involved in career decision making?
Now use the state and 1
oca 1 1 a b or market information
publications to work with the
cases on the following pages.
Use any national publications from Unit 4 that may provide
additional information . .
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CASE 1:
A new firm is moving into this area.

·
four years employment
Within

in this firm is expected to reach 1,000.
Additional information
a. Firm will be producing fabricated metal products, not
including machinery or transportation equipment

b. Your client, an 18-year-old, high school senior 1 wants
to attend a v~ca~iona~ school. After training, he/she
wants to remain in this area, and work for this new
firm.
Name 5 specific occupations, based on the occupational
staffing of the industry, you would recommend to this
client for potential training.
Are there any salary differences (based on average wage)
among these occupations?
What is the statewide outlook for a number of the potential
training occupations?
Assuming your client {now a technical school graduate), and
trained as a machinist, decides to leave the area.

Which of

the large Metropolitan areas would you suggest (based solely on
average wage) he/she relocate to?

What factors, other than

wage, would you want to consider before suggesting a move?
Explain why you chose the sources you used to complete this
exercise.
Note: Cases 1 and 2 were developed by Mike Donahue, Manag 7r
for Labor Market Information, Portland District~ Maine
Department of Labor, Bureau of Employment Security.
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CASE 2:
Your client is a sophomore who is considering entering the
field of accounting.

College is definite and the interest in

accounting is strong because of family "suggestions."

The

student professes an interest in going to college to obtain a
degree in accounting and then returning to Maine.

Three

possibilities have entered her/his mind:
Wholesale trade business in nondurable goods
Wholesale trade business in durable goods
Automobile dealers and service stations
1.

Based on the average salary (wage) paid to accountants
in these industries and the percent of total employment
they represent in these industries, which industry
would you recommend for the client?

2.

What is the statewide outlook for this occupation?

3.

In what industries are most accountants employed?

4.

Based on the above information, was the choice wise?

5.

What would you recommend for related occupations?

6.

Explain why you chose the sources you used in completing
this case.

UNIT RESOURCES:
A.

Handout Materials
HO: 4-1 DES Employment Outlook/
Occupational Projections

B.

Selected state labor market
information materials

Suggested time for Unit 4 - 45 minutes.
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HO:

4-1

OES EMPLOYMENT OUTLOOK/OCCUPATIONAL PROJECTIONS
AGENCY:
FREQUENCY:
COVERAGE:

SESA, in cooperation with ETA
Undated as necessary
National Selected States Selected SMSAs

Projects employment by industry and occupation from a base
year to a target year.

The projections have separate tables

for employment by industry and by occupation.

The occupation

table give average annual job openings for each occupation with
the change broken down into growth and replacement categories.
Occupational projections are der ived from the State projections
using occupational profiles dev eloped in the Occupational
Employment Survey Statistics State and Area Projections Project.
Have the workshop participants !espond to the following questions
and/or assignments:
1. Review the .data pages from your state labor market
information publication showing occupational projections. For
what years are estimates provided?

2. Examine the estimated employment in each occupation.
Identify the three occupations with the largest numb~r of Jobs
for the earliest year listed.

~~_;_~~~~~~~~~~~~-

identj_fy the three occupations with the largest n
of project jobs for the future.
!{'OW,

er
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3. Lo cat e two occ up ati· on s tha t sho w the mo st gro wth
in the
fut ure .

2.~~~~

~~~~~~

~~~~

4. Lo cat e thr ee occ up ati on
s wh ich sho w no gro wth .

s.

Lo cat e thr ee occ up ati on s tha
t sho w a de cli ne in em plo ym
ent
in the fut ure .
1.
2.

3.
6. Us ing you r be st jud gm ent
and the da ta, ide nti fy and
fiv e key occ up ati on s wi th
ran k
job op po rtu nit ies .
1.
2 •

3.
4.
5 •

Sh are the lis ts of occ up ati
on s ge ne rat ed by eac h sub
wi th the en tir e gro up.
gro up
Di scu ss why you sel ec ted
the occ upa tio ns
tha t you did .
7.
A cli en t com es int o you r
of fic e.
He has bee n wo rki ng
as a key pun ch op era tor and
is co nsi de rin g mo re tra ini
ng to
bec om e a com put er op era tor
.
em plo ym ent op po rtu nit ies in Wh at - can you te ll abo ut his
you r sta te bas ed on the occ
pro jec tio ns dat a? An swe r
bel ow , and dis cu ss as a gro up ati on al
up .
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8. What professio nal occupatio ns demonstra te good growth in
the future?
1.
2.

9. What conclusio ns can you draw about clerical occupation s
for the future from the data? Which occupation looks most
promising?
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Unit 5: Labor Market Information:

Some Limitations

Let's be.gin by considering limitations of labor market
information.

They can be grouped in the following manner:

1. Limitations attributable to errors of measurement
and errors of procedure.
2. Limitations related to geographical relevance.
3. Limitations related to timeliness of use.
4. Limitations due to nomenclature.
5. Limitations due to representation of sample.
We will consider these limitations one at a time, exploring the
nature of the limitations.

Then we will examine their possible

effect on answering clients' questions.
1.

Limitations attributable to errors of measurement and errors
of procedure directly relate to the problem of data providers
in collecting and disseminating reliable and valid information.

The different kinds of errors which cause problems

for data providers include the following:
Reporting Errors - the respondent misunderstands the
question.
Recording Errors - the recorder marks the respondent's
answer in the wrong box.
Sampling Errors - the sample group chosen actually if
not representative of the population under study.
Projection Errors - estimates of the future are based
on what has happened in the past.
changes can occur.

However, radical

As an example, the Maine poultry

industry which was projected to expand actually suffered
a drastic decline in 1981 and 1982.
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If you have taken a statistics course, the first three types of
errors are probably familiar to you.

In statistical formulas,

you may remember their being associated with "the standard
error of measurement."
However, errors in projection are of a different type.
Such errors are more theoretical in nature, involving the
assumptions made in predicting.

Data providers, such as, the

Bureau of Labor Statistics, construct models to predict
occupational employment.

The models in current use result in

"straight-line" projections, or, as previously noted, future
employment is predicted based upon the past.

The world can and

does change.
In this discussion, we have emphasized labor market information as data.

However, it is extremely important to realize

that the same types of error effect labor market information
which describes characteristics of occupations, etc.

The same

problems confront data providers in preparing descriptive
information.

Just as numbers are estimates, so are descriptions

of characteristics, need for training, etc.
Perhaps an example will help in understanding this problem.
Imagine that a research analyst is given the job of developing
a description of tasks involved in the occupation, "school
teacher."

Within the limits of time and money, our imaginary

analyst can observe and interview 50 teachers (in itself, a
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larg e task ).

Now, for a minu te, thin k abou t some of the

vari able s whic h affe ct the job of scho ol teac
her:
- size of scho ol
- age grou p serv ed
- size of scho ol dist rict
- type of adm inis trati on
- type of comm unity , and
- the teac her' s own phil osop hy.
As you can see, our anal yst will have a very
hard time
inte rvie wing even one teac her for each of
the diff eren t
mixt ures of vari able s. For exam ple, one set
of vari able s
coul d incl ude: a larg e juni or high scho ol,
in a sma ll
cons erva tive comm unity , serv ing a larg e rura
l area , with a
teac hing -ori ente d adm inis trati on. Of cour
se, the task s of
any one teac her woul d diff er from many othe
rs wher e the
vari able s are diff eren t.

2.

In summ ary, the same prob lems do

exis t for the deve lope r of desc ript ive info
rma tion as exis t
for the deve lope r of qua ntit ativ e info rma
tion .
Lim itati ons rela ted to geog raph ic rele vanc
e, a seco nd
type of limi tatio n, stem s from the disc repa
ncy betw een the
inte rest s and the need s of pote ntia l user s
as cont rast ed
with the limi ted reso urce s of data prov ider
s.
Idea lly,
info rmat ion woul d be coll ecte d and diss emin
ated to be
germ ane to the geog raph ical area of inte rest
of any user .
Lim itati ons rela ted to geog raph ic rele vanc
e also
affe ct desc ript ive info rma tion .

As prev ious ly note d,
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limitations of descriptive information are far more subtle
than is the case with quantitative information.

Rarely do

we find qualifiers in descriptive information pointing out
the potential geographic differences which might exist.
Such differences for a specific occupation can and do occur
in descriptions of tasks, in statements of education or
training required by employers, in discussion of fringe
benefits, in enumeration of union involvement, in listing
of licensing requirements, etc.

Many of these differences

are of potential and significant concern to users making a
career plan.
3.

Limitations related to timeliness of use.

In this type

of limitation, we are not discussing limitations related to
projection errors, which we described earlier.

Rather, in

this case, we are attempting to point out the always
present lag between collection and delivery of labor market
information.

One good example of this delay is the 1980

Census data.

It is currently expected that state employment

information gather in the Spring of 1980 will not be
analyzed and published until 1983.

While for many occupations

the figures will be adequate, for others such as computer
related occupations, the data could be very questionable.
Limitations related to timeliness also hold true when
considering descriptions of occupations and industries.
Again, some occupations, description of tasks, entry

60

req uire me nts, etc ., wil l not cha nge
sub sta nti ally . How ever ,
for oth ers , par ticu lar ly for an eme
rgin g occ upa tion suc h as
leg al ass ista nt, acc ura te info rma
tion wou ld cha nge in
imp orta nt way s in onl y six mon ths
tim e.
4.

Lim itat ion s due to nom enc latu re.

Thi s typ e of lim itat ion

per vad es all typ es of lab or mar ket
info rma tion as wel l as
man y oth er dat a sou rce s of int ere
st to use rs. For exa mpl e,
exa min e the job ope nin g list ing s
in a new spa per and try to
sor t out exa ctly wha t occ upa tion
is bei ng dis cus sed
alm ost an imp oss ible tas k! Bas ica
lly, pro ble ms of nom encla tur e are sim ply pro blem s in the
nam es peo ple atta ch to
job s. Suc h pro blem s 9? bot h way s
-- the sam e job is giv en
a dif fer ent tit le by dif fer ent peo
ple , and dif fer ent job s
are giv en the sam e titl e. Man y pub
lica tion s con tain dat a
cod ed by a num ber of dif fer ent cla
ssi fic ato n sys tem s so we
can not alw ays be cer tain how to mat
ch or com pare one
5.

occ upa tion to ano the r or one pie ce
of dat a wit h ano the r.
Lim itat ion s due to rep res ent atio n
of sam ple . Due to com plex
met hod olo gic al pro ble ms, cur ren t
occ upa tion al emp loym ent
dat a ava ilab le from the gov ern men
t doe s not inc lud e a cou nt
of the agr icu ltu ral ind ust ry. Nor
doe s it inc lud e the sel f
emp loye d, or unp aid fam ily wor ker
s.
The refo re, the dat a is
in som e sen se not com ple te. It cou
ld not ans wer que stio ns
wel l abo ut fut ure occ upa tion s in
agr icu ltu re, or for sel f
emp loye d acc oun tan ts, for exa mpl
e.

F
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Understanding the limitations of labor market information
allows us to state some rules to guide us and help clients
in formulating questions.
Rule 1 - We should not assume that numbers are direct
representations of reality.
"best bets."

Data are always estimates, or

As such, they can be used well when couched

in the context of how and when and for what sample of the
population they were collected.
Rule 2 - Attempt to identify data that best matches the
geographic area relevant to the person.

Infusing a delineation

of geographic relevance into clients' questions assures a
check that the data source used matches or closely resembles
the location of interest.

Rarely will the geographic area

of interest exactly match the area covered by the data
source.

Nevertheless, awareness of the issue will likely

lead to a realization of one qualification of the answer.
Rule 3 - Attend to timeliness of the data for use with
students.

An old publication showing occupational projections

based on data ten years old will not be very useful for
students.

Attempt to use up-to-date data as much as

possible.
If you keep these rules in mind, it should be easier
to provide useful information to clients as well as have a
useful exchange of information with your local providers of
labor market information.
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SUMMARY
Other points to consider in using labor market information
are:
1.

Keeping abreast of changes and happenings concerning
economic matters.

Because there is normally a lapse

of time from the collection of data to actual publication
of many statistical reports, it is important to
supplement one's knowledge with the most current
changes and happenings concerning economic matters.
Keep abreast by doing the following:
a)

Review the newspaper to learn of any new legislation
which may create new jobs or affect the economy
in some way, i.e., national health insurance
program.

Also check the financial section of the

daily paper to learn of any expansion or decline
in the economy.

The want ads can provide a look

at current rends in what jobs are available.
b)

Magazine and periodicals such as the Monthly Labor
Review and the Occupational Outlook Quarterly are
good sources of information in learning of new
developments in careers and the national economic
picture.

c)

Check with employers in the community and professional
and trade associations.

2.

Using the reasoning process.
For ~any careers, there is no need for any ex~ensive
analysis

or use of reports to determine their outlook.
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As long as the population does not decrease drastically,
there will always be a need for people to work in such
industries as transportation, services, and wholesale and
retail trade in occupations as secretaries, managers, sales
people, truck drivers etc.

However, it would be wise to

confirm your assumptions with at least another source.
Although the systematic application of labor market information
to the several career selection processes presented herein does
not guarantee the selection of a rewarding career by a given
client, it does provide the client with concrete, up-to-date
verifiable facts relevant to the choice of career.

This

advantage alone, minimizes much of the guesswork that often
accompanies career counseling and provides the counselor with
evidence to support suggestions and recommendations.

WORKSHOP LEADER ACTIVITIES:
1.

Describe how you can include the content for Unit 5
information in your class activities.

2.

Indicate persons/organizations you plan to contact to
help you implement this activity plan.

3.

Indicate the materials you plan to obtain to aid you
in implementing this plan.

UNIT RESOURCES:
A.

Labor Market information - samples of local and
national publications.

B.

case study of local labor market projections.

Suggested time for Unit 5 - 1 hour

